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PREFACE

Rhode Island General Law §581-3 requires the State Equal Opportunity Office to
establish the criteria and deadlines for State Agency Affirmative Action Plans. The plans apply
to employees and applicants for employm@ihtis manual fulfillshat requirement. The plans
are intended to assist in ensuring equal employment opportunity and eliminating the present
effects of past discrimination for racial minorities, women and persons with disabilities.

Becausabjectives may vary from agencydgency, the Affirmative Action Plan should
be developed according to the needs of the individual agency. However, each written plan must
contain the requirements outlined in this manual.

The success of equal employmepportunity in Rhode Island State Ganment
depends largely upon effective Affirmative Action Plans being implemented and the
commitment, support and mutual cooperation from Agency Directors, Managers and Staff. The
most important measure of an Affirmatisetion Program is its RESULTS.
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APPLICABILITY

Each agency listed below is referred tmas i ’Cloavyrer ed St at e Agpereaydad.0 Th

state agencies will develop an Affirmative Action Plan which will identify the areas of under
representation of minorities, women and individuaithdisabilities by job categories and
include an explanain, as well as specific actions for improvement.

Administrationi including Water Resources Board
Attorney General
Behavioral Healthcare, Developmental Disabilities & Hospitals
Business Regulatioi including Division of Design Professionals
Children, Yaith & Families
Coastal Resources Management Council
Community College of Rhode Island
Corrections
Davies Career & Technical High School
Elementary & Secondary Education
EnvironmentaManagement
Executivei Emergency Management Agency
Executivei ExecutiveMilitary Staff
Executivei Gover nor os Office
Executivei Office of Health & Human Services
Health
Human Services
Judicial
Labor & Training
Narragansett Bagommission
Office of the Pstsecondary Commissioniincluding Division of Higher Education Assisize
Public Defender
Public Safety
Public Utilities Commission
Revenue
Rhode Island Airport Corporation
Rhode Island College
Rhode Island Commerce Corporation
Rhode Island Housing & Mtgage Finance Corporation
Rhode Island Resource Recovery Corporation
Rhade Island Public Transit Authority
Secretary of State
Transportation
Treasury
Turnpike & Bridge Authority
University of Rhode Island



The below state agencies, whithve less than twenty (20) fdime employees, shall certify in a
written policy statemdrto the ODEO/State Equal Opportunity Office that they are in compliance
with and committed to the policies and practices of Equal Opportunity and Affirmative Action.
Additionally, they must complete the statistical reports includdtdRT IV, Affirmative

Action Plan Components: D. Program Statisticsas well aPART V i Addendum, Diversity

Plan to Improve Minority Hiring and Workplace Inclusion. This information musbe

submitted along with the policy statement. The ODEO/State Equal Opportunity Office wil
maintain copies of all such policy statements, plan narratives, and statistical reports.

Board of Elections
Child Advocate
Mental HealthAdvocate
Office of the Helih Insuranc&Commissioner
Personnel Appedoard
Rhode Island Commission for Human Rights
RI Convention Center
RI State Council on the Arts
Rhode Island Ethics Commission
Rhode Island Public Building Authority

Note: All State agencies that hawgitten Affirmative Action Plans, as a result of compliance
with Federal regulation, will submiléir plans for review by the ODEO/State Equal Opportunity
Office before such plans are undertaken by Federal Agencies. The ODEO/State Equal
Opportunity Officewill also be present during all reviews by Federal Agencies.
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Li st of Major Changes to Affirmative Action Plan Guidelines

. The Exit Interview Form has been updated to reflect a more customized interpretation of the
previous form. This new version includes: additional demographic options, upgiesdns
and new insuctions for a streamlined process (pa8@s87).

. Moved theSAMPLE Americans with Disabilities/504 Complaint Procedure Form from the
Appendix to the Policy Statement section. Please ensure this form is filled out to suit your
specific agency (pd.8).

. Moved Retaliation & Coercion statement from the Appendix édfitbnt of the AAP. Please
ensure this form is filled out to suit your specific agency 18J-

. Added additional verbiage to the Affirmative Action File Card &).
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DEPARTMENT OF ADMINISTRATION

ﬁ_ STATE OF REODE ISL4ND AND PROVIDENCE PLANTATIONS
- Enterprise Policy

Human Resources 2018

Kyle Adamonis
401-222-3664

04-02-18 Evle Adamonis@hr ri.gov

Sexual Harassment Policy

1. Scope

This policy applies to all State Executive Branch agencies and emplovees whether permanent, non-
permanent, temporary, seasonal, full or part-time. Emplovees are also required to familiarize themselves
with agency-specific sexual harassment policies.

2. Introduction

The State of Rhode Island promotes a workplace that is free of sexual harassment Sexual
harassment of employees occurring in the workplace or in other settings related to their emplovment
1s unlawful and will not be tolerated. Any retaliation against an individual who has complained
about sexual harassment or retaliation against individuals for cooperating with an investigation ofa
sexual harassment complaint is similarly unlawful and willnot be tolerated. To achieve a workplace
free from sexual harassment, there are procedures by which inappropriate conduct will be dealt.

The 5State of Rhode Island takes allegations of sexual harassment seriously, and will promptly
respond to complaints of sexual harassment. Where it is determined that such inappropriate conduct
has occurred, action shall be taken to prevent further offending conduct and impose timely
corrective action as is necessary, up to and including disciplinary action where appropriate.

Please note that while this policy sets forth goals of promoting a workplace that is free of sexual
harassment, the policy is not designed or intended to limit the authority to immediately impose
discipline or take remedial action for workplace conduct deemed unacceptable, regardless of
whether that conduct satisfies the definition of sexual harassment.

3. Definition of Sexual Harassment

In Rhode Island, "sexual harassment” means any unwelcome sexual advances or requests for sexual
favors or any other verbal or physical conduct of a sexual nature when:

(1) Submission to that conduct or those advances or requests is made either explicitly or implicitly a
term or condition of an individual's employment; or

(2) Submission to or rejection of the conduct or advances or requests by an individual is used as the
basis for employment decisions affecting the individual; or



(3) The conduct or advances or requests have the purpose or effect of unreasonably interfering with an
individual's work performance or creating an intimidating, hostile, or offensive working environment.
(R.1 Gen. Laws Section 28-31-1 and Title VII, Civil Rights Act of 1964).

Under these definitions, direct or implied requests by a supervisor for sexual favors in exchange for
actual, promised or implied job benefits, such as favorable reviews, salary increases, job
opportunities and promotions, increased benefits, or continued employment constitutes sexual
harassment.

The legal definition of sexual harassment is broad and in addition to the above examples, other
sexually oriented conduct, whether it is intended or not, that is unwelcome and has the effect of
creating a work place environment that is hostile, offensive, intimidating. or humiliating to male or
female workers may also constitute sexual harassment.

While it is not possible to list all those additional circumstances that may constitute sexual
harassment, the following are some examples of conduct, which if unwelcome, may constitute

sexual harassment depending upon the totality of the circumstances, including the frequency and/or
severity of the conduct and its pervasiveness:

* unwelcome sexual advances, whether they involve physical touching ornot;

* sexual epithets, jokes, written or oralreferences to sexual conduct, gossip regarding one's
sex life; comment on an individual's body, comment about an individual's sexual
activity, deficiencies, or prowess;

* displaying sexually suggestive objects, pictures, cartoons;

* unwelcome leering, whistling, brushing against the body, sexual gestures,
suggestive orinsulting comments;

* inquiries into one's sexual experiences; and

* discussion of one's sexual activities or those of another person.

The complainant does not have to be the person at whom the unwelcome sexual conduct is directed.
For example, the complainant can be an employee who is denied an employment opportunity or
benefit where employment opportunities or benefits are granted because of another individual's
submission to the emplover's sexual advances or requests for sexual favors. The complainant,
regardless of gender, may be a witness to and personally offended by such conduct.

All emplovees should take special note that, as stated above, retaliation against an individual who
has complained about sexual harassment, or retaliation against individuals for cooperating with an
investigation of a sexual harassment complaint is unlawful and will not be tolerated by the State of
Rhode Island. Retaliation includes threats, intimidation, reprisals, and/or adverse employment
actions against 1) a person in response to a complaint that employee has made about discrimination
or harassment; 2) a person who assists in filing a complaint about discrimination or harassment;
and/or 3) a person who has testified about discrimination orharassment.

Page 2 of 5
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4. Supervisor's Responsibilities

Supervisors who observe, witness. or are informed of inappropriate behavior of a sexual nature or
incidents of sexual harassment must immediately report such behavior or incidents to the Division
of Human Resources. The supervisor is required to report the behavior or incident regardless of
whether a complaint is made or the conduct appears to be unwelcome, and even if the person
providing information requests that no action be taken.

5. Complaints of Sexual Harassment

If any State emplovee believes that he or she has been subjected to sexual harassment, the employee has
the right to file a complaint. This may be done in writing ororally.

Complaints may be filed by contacting yvour supervisor or the agency Human Resources liaison
listed on the attached Agency Liaison Contact List and posted on the State of Rhode Island Division
of Human Resources website at www.hr.ri.gov.

6. Complaint Process

When a state agency receives a complaint, it will promptly investigate the allegation in a fair and
expeditious manner. The investigation will be conducted by Human Resources in such a way as to
maintain confidentiality to the extent practicable under the circumstances. The investigation will include
a private interview with the person filing the complaint and with witnesses. Human Resources will also
interview the person alleged to have committed sexual harassment.

When a person who has presented an internal complaint requests the status of the complaint, Human
Resources will provide a timely answer in writing to|the complainant.

When the investigation is completed. the agency will, to the extent appropriate, inform in writing
the person who filed the complaint and the person alleged to have committed the conduct of the
results of that investigation.

7. Additional Remedy

In addition to filing a complaint with Human Resources, employees also may file complaints with
the Associate Director for the Office of Diversity Equity and Opportunity (ODEO) in the
Department of Administration or a2 member of staff within the ODEO/State Equal Opportunity

to the extent practicable (other than notification to the Agency Director, when appropriate):

If ODEO makes a determination that there is probable cause of discrimination, it will try to
conciliate the complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If. after a hearing, the Hearing Officer determines that sexual harassment occurred,
the ODEO will present its findings and recommend corrective action. (Please note that if a
Page 3 of 5
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complainant files a charge with either or both agencies specified in Section 8 below, the ODEO
will defer to the Rhode Island Commission for Human Rights (RICHR) or Equal Employment
Opportunity Commission (EEOC) for investigation and/or resolution of the complaint).

8. State and Federal Remedies

In addition to the above, if an emplovee of the State of Rhode Island believes he or she has been
subjected to sexual harassment, he or she may file a formal complaint with either or both
government agencies set forth below in accordance with applicable time limits. Using the State of

Rhode Island's complaint filing process does not prohibit an employee from filing a complaint with
these agencies.

The United States Equal Employment Opportunity Commission (EEOC)
WWWW.eeoc.gov

John F. Kennedy Federal Building

475 Government Center, Boston, MA 02203

Phone: 1-800-669-4000

TTY: 1-800-669-6820

The Rhode Island Commission for Human Rights (RICHR)
www.richr.ri.us

180 Westminster Street, 3d Floor

Providence, RI 02903

Phone: 401-222-2661

TTY: 7-1-1

Where it 1s determined that inappropriate conduct has occurred, the agency will act promptly to
prevent further offending conduct and impose corrective action as is necessary, including
disciplinary action where appropriate.

9. Disciplinary Action

Ifitis determined that an employee has engaged in inappropriate conduct, the state agency will take
action as is appropriate under the circumstances. Such action may range from counseling and
training to disciplinary actions, including termination from employment.

10.Legal References

This policy is administered in accordance with the following:

Federal Law:

Title VII of the Civil Rights Act of 1964, as amended.

- Page 4 of 5
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Rhode Island General Laws:

Title 28, Chapters 5, 5.1, 6 and 51.

11. Signatures

o il Dr2- /3 /16

Director of Administration Date

Page Sof 5
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POLICY TEMPLATES

DEPARTMENT OF STATEMENT OF POLICY ON
EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

It is the policy of this department to promote fair and equitable treatment of all employees
and applicants. and to fully comply with federaland state leqislation and executive orders.

Therefore, the Department will strive to ensure that all employees adhere to the following
directives.

TheDepartment of supports affirmative action and equal ogpaity. The
Departmenbf pledges that it Wl post all vacancies, including transfers, and will
recruit, hire, train, and promote persons in all job classifications without regard to raceseeqlor,
religion, sexual orientation, gender identity or eg®ion, age, national origin, disability, or
veteranstatus.

All employees and applicants have a right to equal opportunity in all terms, conditions, or
privileges of employment, including but not limited to: recruitment, hiring, certification,
appointmets, working conditions, work assignmentspipiotions, benefits, compensation,

training, transfers, layoffs, recall from layoffs, disciplinary actions, terminations, demotions, or
requests for leave. The Department will not discriminate on the basis ptoéme religion, age,

sex, national origindisability, veteran status, sexual orientation, or gender identity or expression.
The Department is committed to employ qualified members of both protected apdotected
groups.

All employees have a righo a workplace free from harassment by suigsers or ceworkers

based on race, color, sex, sexual orientation, gender identity or expression, religion, national

origin, age, disability or any other protected status. Harassment is defined as verbailcat phys

conduct, interfering with an individuals wor k per for mance or creatin
offensive working environment.

Sexual harassment includes unwanted verbal or physical conduct of a sexual nature as well as
sexual advances or requestr sexual favors. Any form of harassmisntinlawful, lowers the
morale and efficiency of the employees, and will absolutely not be tolerated.

Employees and applicants have a right to reasonable accommodations based on disability. Such
accommodationsiclude but are not limited to, making fatids accessible, job restructuring, and
acquisition of special equipment.

The Americans with Disabilities Act/504 Coordinator for Bepartments

The Department is committed to identifying aoninating past and present effects of

discrimination h employment. In order to achieve this, we will identify those classes of
individuals which are underrepresented in our workforce, set goals and timetables for increasing

12



our employmenbf those underrepresented groups, and implement an Affirmative Adaonof
outreach, recruitment, training, and other similarly designed programs.

The Human Resources Administrator is responsible for ensuring that the progcamdisated
within theDepartmenbdf

As the Director of th®epartment of , | assume th responsibility for ensuring
that this equal opportunity policy will be carried out within Erepartment.

, Director

Departmenbf

Date:

13



POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

TheDepartment of fully endorsesand cooperatesith the State Equal
OpportunityOf f i ce ds gr i whichapnovidgedoppromput andair resolutionof
complaintsallegingdiscriminationin any area oémploymenbn thebasisof race, color, sex,
religion,age nationalorigin, sexualorientation gendelidentity or expressioror disability. (A copy
of the Complaint Procedureshould bepostedalong with this statement) You maycontacthe
State Equal Opportunit®ffice for further information a#01-22230900r
eoo.compliance@doa.ri.gov.

, Director Date:

Departmenbf

POLICY ON SERVICE DELIVERY

TheDepartments conmittedto providingfair, courteousandequitableservice to the public. The
Departmenwill make everyeffortto provide interpetive servicedo thenon-Englishspeaking
public. As per Rhode Islan@eneral Law28-5.1 of the State of Rhodsland,all Divisions of the
Departmenbf shall render servicése all persons without discriminatidsased on
race, color, religionsex,age nationalorigin, sexual orientation, gendigtentity orexpressionor
disability. Each Division idurther responsible fanaking surehat discriminatiordoes not exist in
anyprograms and activitigs assistsThis includegyrants, contractgndall areasvhere the State
dollaris spent.

If any person feelthathe/shenas beemiscriminated agaimshe/she magontacthe Office of
Personnel Administration/Stagjual OpportunityOffice, One Capitol Hill,ProvidenceRhode
Island 0290&865.The tdephonenumberis 401-222-30900r eoo.compliance @udh.ri.gov.

, Director Date:
Departmenbf
POLICY ON CONTRACTS
In accordancavith Rhodelsland General Law 28B.1,the Departmenbf shall

requirethatall contractorsandsuppliersof goodsandservicessigncontractsontaininganEqual
OpportunityClause Theclauseshall state that theartiesagree to adhere to tipeovisionsof all
applicabldaws, rulesandregulationshoth StateandFeceral,including,but notlimited to Rhode
Island General La8-5.1, Title VIl of the CivilRights Actof 1964,Rehabilitation Act 0fl973
andExecutive Orders 11246nd11375. Everyeffort will be made tasolicit bids from Minority
Business Enterprisesé@n Wo me n 6 s B u s i Thiemlgy iand wellcomtinuétsbe s .
postedn conspicuougreas.

, Director Date:

Departmenbof
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POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES, DISABLED
VETERANS, AND COVERED VETERANS

TheDepartment of Is fully committed to meet the specialized affirmvataction
requirements to employ and advance individuals with disabilities, disabled veterans, and covered
veterans in accordance with the Americans with Disabilities Act of 1990, Rl General ta\d;,28
Execuive Order 922 and the Vietham Era Veterans Rgstment Assistance Act @B74.

It is the policy and practice of tli@epartment of to provide equal opportunityr
every employee. The Department encourages qualified individuals with disabilitiesediisab
veterans and covered veterans to particifdlgin all employment opportunities. This policy
applies to all decisions about recruitment, hiring, compensation, benefits, transfers, promotions,
layoffs and other conditions employment.

Accordingly,all employment decisions shall bensistent with the principles of equal
employment opportunity.

The Department will communicate to all employees and applicants its obligation to take
affirmative action to employ qualified individuals with disabilitidssabled veterans, and covered
veterans, in such a way as to ensure understanding and acceptance.

The Department will contact recruiting sources such as Vocational Rehabilitation Services, the
Department of Human Services and appropriate educatiomalming institutions to assist in
recruiting qualified individuals with disabilities and covered veterans.

of the is designateds the 50£oordinatoifor the
Departmenbf . Thisentails coordinationf all divisions in themplementatiorof all
Federalrulesandregulationsaffectingthe Departmenin termsof compliancewith themandatesf
Section504of Title V of theRehabilitatiorAct of 1973.

, Director

Departmenbf

Date:
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COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELI GION OR NATIONAL ORIGIN

The Department will fully comply with all laws and executive orders. The Department will strive
to fulfill requests for religious accommodation through voluntary substitutions, flexible work
schedules, changes in job assignmegattransfers. The Department offers employees four
Apersonal dayso of paid | eave per year that
obligations.

The Department does not discriminate against any qualified person in any faicetgobr
empbyment because of their religion or national origin.

, Director

Departmenbf

Date:
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

In our efforts to comply with federal law, state law, and executive orders on dis¢ramibased
on sex, the depment will comply with the following procedures and practices:

1. Candidates from both sexes will be recruited fojaddt.

2. Advertisements will not express a preference for applicants of a particular sex wherigglaced
recruitment of personnel.

3. Written pesonnel policies indicate that there will be no discrimination on the baséxof

4. No distinction based on sex will be made in employment opportunities, wages, andfhours
work, employee benefits, or any other conditioemmipbyment.

5. Mandatory or optioal ages for retirement will be equal for both malesfenthles.

6. Appropriate physical facilities will be provided for both sexes. Lack of facilities will not be
used to reject applicants of eitrssx.

7. Pregnancy leaves absence for female employees ar@ged on an individual basis,
depending on an individual 6s physabseace condi t
policy. Parental leave is afforded to all employees for the purpose of child raising in
accordance wit Personnel Rule 5.0661 (d) anaistand Federal FMLArovisions.

8. Where seniority lists or lines of progression are used they shall not be baseslprpah oy e e 60 s
Sex.

9. Sal aries and wage schedul esexwill not be base

10. As opening®ccur, the department will take affirmagiaction to recruit and place woman
those jobs in which we have determined that femalegraterrepresented.

11. Women will have equal opportunity to participate in training programs sponsotied by
department tdéhe extent that they are unei@presenté. Special efforts will be made to
include women in any management training programs thatffemed.

12. The Department recognizes its obligation to provide a work atmosphere free of harassment
and intimidation. Anyforms of sexual harassment, such as uneek sexual advances,
requests for sexual favors, and/or other verbal or physical conduct of a sexual nature, will not
be tolerated. Violations of this policy will be handled appropriately as part of the
d e p ar ¢ dis@phinarg procedures and its postetiqy letter in support of the federal
guidelines on sexudlarassment.

, Director

Departmenbf

Date:
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RETALIATION OR COERCION STATEMENT

An employee or agent of State Government whall discriminate against an individual through
the use ofetaliation, coercion, intimidation, threats or other such action because such individual
has filed a complaint, testified or participated in any way in any investigation proceeding or
hearing regrding discrimination in employment or public service orause such individual has
opposed any act made unlawful under the Americans with Disabilities Act (ADA) of 1990 or
Rhode Island Fair Employment Practices Act or any rules and regulations isssieghp to

either, shall be subject to disciplinary actionidSection may include suspension from

employment or dismissal where the discrimination is found to be willful or repeated.

*5% SAMPLE **

AMERICANS WITH DISABILITIES/504
COMPLAINT PROCEDURE

(Agency/Department) has adopted an internal procedure primgdor
prompt and equitable resolution of complaints alleging any action prohibited by the
Americans with Disabilities Act af990.

Complaints should baddressetb: (J.B.Person) who hasheen
designated to coordinate ADA/504 Compliaet®rts.

mplaint shoul filed in writing or verbally. Th houl ntain the nam

address of the person filing the complaint and a brief description of the alleged
violations of the reguation.

A complaint should be filed withi¢# of Days)  after the complaant becomes aware
of the allegediolation.

An investigation, as may be appropriate, will follow the filing of a complaint. The
investigation will beconductedy (J.B.Person) . These rules contemplate
informal but thorough investigations affording iaterested persons and their
representatives, if any, an opportunity to submit evidence relevanbio@aint.

A written determination as to the validity of the comptand a description of the
resolution, if any, will béssued by and a copy forwaled to the
complainant no later thagt Of days)

The ADA/504 Coordinator will maintain the files and records relating to the
complaints filed.
18
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Policies, Procedures and Guidelines for Affirmative Action Plans in
Rhode Islard State Government

JULY 1, 2019
TO
JUNE 30, 2020

GENERAL REQUIREMENTS:

A. WHO MUST PREPARE A PLAN?

All state agencies with twenty (20) more employees are required to prepare
Affirmative Action Plans according to the standards established by theEgizé
Opportunity Office. All agencies, regardless of the number of employees, must

have aStatement of Policy on Equal Opportunity and Affrmative Action.

Agency, for purposes of these standards, is defined as any State Department, Board
or Commission, ahall units of the Board of Education.

B. DUE DATE:

All Affirmative Action Plans must be submitted to the Office of Diversity, Equity
and Oportunity (ODEO)/State Equal Opportunity Office, no later than December
31, 2018.

C. COPIES REQUIRED:

One hard copwf the Plan is required. PLANS MUST BE CLEARLY TYPED,
AND PAGES NUMBERED. (The copy must be bound) One electronic copy
should be supplied byrmail. Please send teno.compliance@doa.ri.gov

D. PLAN REVIEW AND ACCEPTANCE:
Upon receipt of the Plan, the ODEO/State Equal Opportunity Office will review it
and render an approval or requestriuisions. If revisions are required, they must

be completed by the agency and returned to the ODEO/State Equal @fportu
Office within ten (10) working days.

E. EFFECTIVE DATES:

Plans will cover the time period of July 1, 2019 through Jun& ().

20
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PLAN REVISIONS:

A plan may be revised during the period it is in effect in response to changes such
as major agency reganization or major budget changes. Contact the ODEO/State
Equal Opportunity Office to discuss procedures for mgkavisions.

TECHNICAL ASSISTANCE:

The ODEO/State Equal Opportunity Office is eager and available to answer
guestions, furnish informatigand provide technical assistance needed to organize

your plan.
For assistance, contact:

Juana L. De Los Santo&dministrator

Equal Opportunity Office

Office of Diversity, Equity and Opportunity (ODEO)
Department of Administration

One Capitol Hill

Provdence, Rl 0290%865

TEL # (401) 2223090

Rhode Island Relay # 711

Email: juana.delossantos@doa.ri.gov

AFFIRMATIVE ACTION PLAN COMPONENTS:

A.

COVER PAGE:
The cover page of the plan must include:

- Name of Agency

- Address of Agency

- Time Frame of th@lan

- Name, Title andignature of Agencidead
- Signature and datme:

Acceptedby: Date:

- Signhature and datae:

Approved by: Date:
ODEO/State Equal Opportunity Office

21
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B. AGENCY ORGANIZATION AND STRUCTURE:

A briefoutlineoft he agencyo6s jurisdiction, purpo
informative tool. Therefore, it is required that your Plan contain both a brief
narrative about your agency and an organizational chart.

The Organizational Chart helpsitside sources understand hibw agency
operates and is organized. It is informative to employees for the same purpose.

C. PLAN ADMINISTRATION:
1. POLICY ON SEXUAL HARASSMENT (Executive Branch agencaesy):

This policy must be adopted and included indbl 1, 20190 June 30, 2020
Affirmative Action Plan issued by all agencies within the Executive Branch of
Rhode Island State government. All other agencies are encouraged to use this
policy as a template in the development of their policy on sexualsnaeas.

2. STATEMENT OF POLICY ON EQUAL OPPORTUNITY AND
AFFIRMATIVE ACTION:

This statementds provisions must be en
an active commitment to Equal Employment Opportunity and Affirmative

Action. It must be signed by theexgry head, psted and include the

following:

- A statement that the agency will post all vacancies, recruit, hire, train and
promote persons in all job classifications without regard to race, selqr,
age, national origin, religion, sexual orientatioander identy or
expression, disability status, or vetestatus.

- A statement that sexual harassment and any form of harassment is unlawful
and will not betolerated.

- A statement that all employment decisions will promote the prinajbles
EqualOpporunity.

- A statement that the following areas will be administered withegerd
race, color, sex, age, national origin, religion, sexual orientation, gender
identity or expression, disability status, or vetes&ius:

Hiring, Work AssignmentsSalariesWages, Leave, La@ffs, Training,
Promotions, Appointments, Demotions, Discipline

- Name and title of the Americans with Disabilities Act/S0Ddordinator.
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3. APPOINTMENT OF EQUAL OPPORTUNITY ADVISORYOMMITTEE

- Provide a list of the narsgjob titles, race/anicity and gender of the
members of theommittee

- Provide a brief overview of the committee duties eggbonsibilities

- Provide of list of meetings held between July 1, 2018 to Jun2030,

- Include a copy of all minutes afeetings held between July D18 and June
30, 2019

4. DIVISION HEADS, SUPERVISORS, HUMAN RESOURCH3AISON:

- Provide a summary of the responsibilities each has in supporting the goals of
equal opportunity and affirmati\action

5. DIVERSITY LIAISON:
- Provide a summary of the duties angpensibilities of the diversitiyaison
6. AMERICANS WITH DISABILITIES ACT/504COORDINATOR:

- Americans With Disabilities/504 ComplaiRtocedure
- Duties/Responsibilities of 504oordinator

7. DISSEMINATION OF PLAN ANDPOLICY:

- Internal Dissemination and Recommai&ations folmprovements
- External Dissemination and Recommendationgniarovements

8. POLICY STATEMENTS:

The following policies must be signed by the agency head, included in the plan,
and posted in conspicuous areas

- Policy on Complaints of AllegeDiscrimination

- Policy on Service Delivery (including contaetrson)

- Policy on Contracts (including minorigutreach)

- Policy Statement for Individuals with Disabilities avidterans

- Compliance with Guidelines dbiscrimination Because of Religiar
NationalOrigin

- Compliance with Sex Discrimination Guidelines

- Retaliation or CoercioStatement

- American with Disabilities/504 ComplaiRrocedures

D. PROGRAM STATISTICS
PLEASE COMPLETE THE FOLLOWINGHARTS/FORMS:

{ EEO/Civil Rights ComplainProfile
{ Training PartigpationSummary
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{ DisciplinaryAction

{ ApplicantData

{ Applicant FlowData

{ Applicant Refusal of PositiorSffered

{ Affirmative Action StatisticalSummary

{ Job Group AnalysiSummary

{ Job GroupAnalysis

{ Determining Underrepresentation & G&stting

IDENTIFICATI ON AND ANALYSIS OF PROBLEM AREAS

In this section you must examine all personnel practices and underrepresentation
statistics. Deficiencies found in your salfidit should b&dentified, discussed with
appropriate managers and the corrective action takemtclearly detailed. The
following areas must be covered:

1.

SelfEvaluation of Affirmative Action PrograAerformance

a) Include a description of your affirmative action pray; i.e. policies,
practices, programs, and efforts to ensure equal employmgotttopity,
and an assessment of your previous plan achievements, corrective action of
problem areas, and barriers that inhibited or preveatedmplishment.

b) For each job cagory, summarize your workforce composition by
race/ethnicity, gender, disabilignd veteramstatus.

c) ldentify numerical goals not met by job category and submit a detailed
explanation as to why they were mahieved.

Employment Recruitment and Selecti®rocess

Review your applicant flow report. Describe the outreach and recrditmen
methods used to reach underrepresented populations. Outline strategies
utilized to ensure your selection process is fair, equitable, and unbiased.

Exit Interviews

All terminating/transferring employees have tpionof an Exit Interview

with the ODE@State Equal Opportunity Office. Explain the process used to
ensure that all terminating/transferring employees receive the Exit Interview
Sign-Off Form and Confidendl Exit Survey Inquiry.

. FlexTime:

Describe your practice to ensure that ftewe for dl employees with your
agency is applied in a fair, equitable, and unbiased manner.

Posting ofPositions

Describe your practice to ensure that all vacancy notieegasted and
available for viewing by employees and the general public in a fair, etgjitab
and unbiased manner.
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6. Transfer and PromotioAractices
Describe your practice to ensure that all transfer and promotional opportunities
are posted ahavailable for viewing by employees in a fair, equitable, and
unbiased manner.

7. TechnicalCompliance
Pursuant to federal law, all agencies must comply with postongrements.
Provide a statement assuring that your agency has met theopgoaiunity
postingrequirements.

The following resources are provided to assist you in meeting the posting
requrements:

1 iEqual Empl oyment Opportunity is the
http://www.dol.gov/ofccp/regs/complnce/postersfccpost.htm

M EEO is the Lawo Poster
http://www1.eeoc.gov/employers/poster.cfm

8. Terminations
Descrbe your pragte to ensure that all terminations of employees are
performed in a fair and unbiased manner.

9. TrainingPrograms
Provide a description of your training program(s) and practices to ensure that
all training opportunities are afforded to emplegen a fairequitable, and
unbiased manner.

AFFIRMATIVE ACTION PLAN FOR INDIVIDUALS WITH
DISABILITIES, DISABLED VETERANS AND COVERED VETERANS

The purpose of this section is for the agency to meet the requirements of the
Americans with Disabilities Aabf 1990, Rhod Island General Law 28.1,
Executive Order 92 and Vietnam Era Veterans Readjustment Assistance Act of
1974, as amended, and to take affirmative action to employ and advance
individuals with disabilities and veterans.

Policy statement mu$te signed by the agency head, posted and include

- Name and Title of person responsible for implementation gbribgram.
- Internal and external dissemination of the policy.

Policies and procedures must be developed for the following

- OutreachRecruitmat
- Physical and MentaQualifications
- Work Environment
- Reasonabl&ccommodations:
a) Modifying Job Site
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b) SupportServices
c) SpecialEquipment
d) Restructuring thdob

Report on | ast yearods activities

Report on this yeards pl ans

DETERMINING UNDERREPRESENTATION & GOAL SETTING:

The procedure outlined in this section applies specifically to the determination of
underrepresentation within the agency for affirmative action planning purposes and
will lead to the establishment of affirmative actigoals.

Building on past practices, this plan includes the establishment of diversity goals to
measure progress toward ensuring that the state government workforce reflects the
diversity of the stateds population. To
Undarepresentation & @ a | Settingo form has been ex
individual racial/ethnic categories, as well as for persons with disabilities and

veterans.

Underrepresentation, for the purpose of these guidelines, is determined by
comparing tle number of minonés and women within an EE®job category of

an agency with the number which would exist given equal representation with the
distribution of the same group found in the population, according to population
estimates in the 2017 Unitedats Census BureaQuick Facts Rhode Island:
https://www.census.gov/quickfacts/fact/table/ri/PST0452bals for veterans

and persons with disabilities have bestablished by federal regulations.

It should be noted that underrepresentation as defined here, does not necessarily

imply the existence of discrimination. The law does not require rigid statistical

bal ance of parity bet we papulaiom. Hawpeency 6 s w
where represdation of minorities or women differs substantially from the

population representation in any job category and/or classification, there is a strong
legal presumption that discriminatory practices may be responsible.

The3 at e of Rhode $beihgauseddsshe ppeiggfardllat i on i
comparisons with the agency workforce. For the purpose of these guidelines, the
figures used in calculating your underrepresentation analysis are:

Category Goal forcalculationpurposes
Femal eéééééééééeééeeééééééblLdnw
Di sabledéééécééécééecééeeéeéee’7.0n
Veteransé. ééééécéecéeeeéeésbswn

,,,,,,,,,,,,,

Minority...éeéeééeeéeeééeeslldn
Bl ack or African Ameri ca82%

/////////////

"""""""""""
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VNI e et 72.5%
Native HawaiianorOthéd?aci f i ¢ ..l.s.l..a.n.dog% é
TWO OrMOrEeR @ C €..8. 8 e, 2.8%

The following examplelemonstrates the way in which underrepresentation is
determined for affirmative action goal setting:

1. 2ofthe50pesns i n the AProfessional so job
minorities.

2. 31. 4% of the Stmnbrike8.s popul ation are

3. Thenumberofminoi ti es who woul d be pheef essi o
was equal representation with the population woulditbe

314 X 50 = 15.70

4. The agency, in this case, is underrepresented by 14 miposfgssionals.

5. All partial numerical figures that contain G5 more shall be roundegbward
and 0.49 or less shall be rounded downward to the nearest nuhmober.

An underutilzation analysis will be conducted for each category based on Race,
Gender, Disability and Veteran status.

NUMERICAL GOAL SETTING: Atthis point, it has been determined if any
underrepresentation of minorities, females, disabled or veterans exists. Mew is t
time to make projections, based on hiring history, that are reasonable, attainable
and measurable for a quantifiable workforceliminate possible employment
discrimination.

APPENDIX: The following documents must be included as appendi®um
plan:

- Description of JolCategories

- Racial/Ethnic Identification

- Laws Governing EquaDpportunity

- Guidelines for Preventing Sexudarassent

- Guidelines for Ensuring Unbiased Wdgkvironments

- Employee SeHdentification of Disability and Request fBeasonale
Accommodation

- State Equal Opportunity Office Discrimination Compldmocedure

- State Equal Opportunity OfficeComplaint InformatiorForm

- Retaliation or Coercion Statement

- Exit Interview

- Affirmative Action Filecard

- Equal Opportunity Advisory Committ&suidelines

- Diversity Advisory CouncilGuidelines

- List of Enforcemengencies
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DESCRIPTION OF JOB CATEGORIES

OFFICIALS AND ADMINISTRATORS:
Occupations in which employees set broad policies, exercise overall responsibility for
execution of these policies direct individual departments or social phases of the agency's
operations or provide specializednsultation on a regional, district or area basis. Includes:
Department heads, Bureau Chiefs, Division Chiefs, Directors, Deputy Directors, Controllers,
Wardens, Superintendents, Sheriffs, Police and Fire Chiefs and Inspectors, Examiners (Bank,
Hearing,Motor Vehicle, Warehouse), Inspectors (Construction, Building, Safety;adteht
Housing, Fire, A.B.C. Board, License, Dairy, Livestock, Transportatiorgegsors, Tax
Appraisers and Investigators, Coroners, Farm Managers and kindred workers.

PROFESSIONALS:
Occupations which require specialized and theoretical knowledge which is usually acquired
through college training or through work experience and athigring which provides
comparable knowledge. Includes: Personnel and Labor Relations workers V&argiers,
Doctors, Psychologists, Registered Nurses, Economists, Dieticians, Lawyers, Systems
Analysts, Accountants, Engineers, Employment and VocatioglahBllitation Counselors,
Teachers or Instructors, Police & Fire Captains and Lieutenants, Lilzakiamagement
Analysts, Airplane Pilots and Navigators, Surveyors & Mapping Scientists and kindred
workers.

TECHNICIANS:
Occupations which require a comaiion of basic scientific or technical knowledge and
manual skill which can be obtained through splexed postsecondary school education or
through equivalent othe-job training. Includes: Computer Programmers, Drafters, Survey
and Mapping Techniciankjcensed Practical Nurses, Photographers, Radio Operators,
Technical lllustrators, Highway Technéeis, Technicians (Medical, Dental. Electronic,
Physical Sciences), Police and Fire Sergeants, Inspectors (Production or Processing
Inspectors, Testers andéighers) and kindred workers.

PROTECTIVE SERVICE WORKERS:
Occupations in which workers are entrastath Public Safety, Security and Protection from
destructive forces. Includes: Police Patrol Officers, Fire Fighters, Guards, Deputy Sheriffs,
Bailiffs, Correctional officers, Detectives, Marshals, Harbor Patrol Officers, Game and Fish
Wardens, Park Raegs (except Maintenance) and kindred workers.

PARAPROFESSIONALS:
Occupations in which workers perform some of the duties of a professional or techna&ian in
supportive role, which usually require less formal training and/or experience that is normally
required for professional or technical status. Such positions may fall within an identified
pattern of staff development and promotion under a "New Caremmsept. Includes:
Research Assistants, Medical Aids, Child Support Workers, Policy Auxiliary, \Webarvice
Aids, Recreation Assistants, Homemakers Aides, Home Health Aides, Library Assistants and
Clerks, Ambulance Drivers and Attendants and kindred &rsrk
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ADMINISTRATIVE SUPPORT:
Occupations in which workers are responsiblaritgrnal and external communication,
recording and retrieval of data and/or information and other paperwork required in an office.
Includes: Bookkeepers, Messengers, Clerk TgpiStenographers, Court Transcribers,
Hearing Reporters, Statistical Clerkgspatchers, License Distributors, Payroll Clerks, Office
Machine and Computer Operators, Telephone Operators, Legal Assistants, Sales Workers,
Cashiers, Toll Collectors and kiredl workers.

SKILLED CRAFT WORKERS:
Occupations in which workeggerform jobs which require special manual skill and a thorough
and comprehensive knowledge of the processes involved in the work which is acquired
through orthe-job training and experiena® through apprenticeship or other formal training
programs. Incldes: Mechanics and Repairers, Electricians, Heavy Equipment Operators
Stationary Engineers, Skilled Machining Occupations, Carpenters, Compositors and
Typesetters, Power Plant Operators, &/aind sewage Treatment Plant Operators and kindred
workers.

SERVICE/MAINTENANCE:
Occupations in which workers perform duties which result in or contribute to the comfort,
convenience, hygiene of safety of the general public or which contribute to thepuamkd
care of group may operate machinery. Includes: Chauffeauwdry and Dry Cleaning
Operatives, Truck Drivers, Bus Drivers, Garage Laborer, Custodial Employees, Gardeners
and Groundskeepers, Refuse Collectors and Construction Laborers, Park Ranger
Maintenance, Farm Workers (except Managers), Craft Apprenticesd@sdHelpers and
kindred workers.
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Racial / Ethnic Designations
Minority Group

An employee may be included in the group by which he or she appears to belong, identifies with
or is regardd in the community as belonging. However, no persaulksl be counted in more
than one racial/ethnic group.

BLACK OR AFRICAN AMERICAN (Not Hispanic or Latino): A person having origins in any
of the black racial groups of Africa.

HISPANIC OR LATINO: A person of Cuban, Mexican, Puerto Rican, South or Central
American, or other Spanish culture or origin regardless of race.

NATIVE AMERICAN OR ALASKA NATIVE (Not Hispanic or Latina) A person having
origins in any of the original peoples of North and South Acagincluding Central America), and
who maintain tribal affiliation or community attachment.

ASIAN (Not Hispanic or Latino): A person having origins in any of the original peoples of the Far
East, Southeast Asia, or the Indian Subcontinent, includingxample, Cambodia, China, India,
JapanKorea, Malaysia, Pakistan, the Philippine Islands, Thailandyatdam.

WHITE (Not Hispanic or Latino): A person having origins in any of the original peoples of Europe,
the Middle East, or North Africa.

NATIV E HAWAIIAN OR PACIFIC ISLANDER (Not Hispanc or Latino): A person having
origins in any of the peoples of Hawaii, Guam, Samoa, or other Pacific Islands.

TWO OR MORE RACES (Not Hispanic or Latino): All persons who identify with more than on
of the above fie races.

Standards adopted by the Uniéd States Equal Employment Opportunity Commission and
the Office of Federal Contract Compliance Program.
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PRIVATE EMPLOYMENT,
STATE AND LOCAL GOVERNMENTS
EDUCATIONAL INSTITUTIONS
RACE, COLOR, RELIGION, SEX, NATIONA L ORIGIN:

Title VII of the Civil Rights Act of 1964, as amended, prohibits discrimination in hiring,
promotion, discharge, pay, fringe benefits, and other aspects of employment, on the basis of race,
color, religion, sex or national origin.

The law coves applicants to and engylees of most private employers, state and local
governments and public or private educational institutions. Employment agencies, labor unions,
and apprenticeship programs are also covered.

AGE:

The Age Discrimination in Employmenict of 1967, as amendedrohibits age discrimination

and protects applicants and employees 40 years of age or older from discrimination on account of
age in hiring, promotion, discharge, compensation, terms, conditions, or privileges of
employment. Theaw covers applicants Bnd employees of most private employers, state and

local governments, educational institutions, employment agencies and labor organizations.

SEX (WAGES):

In addition to sex discrimination prohibited by Title VIl of the Civil Rights (see above), the

Equal Pay Act of 1963, as amended, prohibits sex discrimination in payment of wages to women
and men performing substantially equal work in the same establishment. The law covers
applicants to and employees of most private emplog@te and local governments and

educational institutions. Labor organizations cannot cause employers to violate the law. Many
employers not covered by Title VII, because of size, are covered by the Equal Pay Act.

DISABILITY:

The Americans with Disabilite Act of 1990, as amended, prohibits discrimination on the bfasis
disability, and protects qualified applicants and employees with disabilities from discrimination in
hiring, promotion, discharge, pay, job training, fringe benefits, and other aspeatplofyment.

The law also requires that covered entities provide qualified applicants employees with
disabilities with reasonable accommodations that do not impose undue hardship. The law covers
applicants to and employees of most private employers, stdteeal governments, educational
institutions, employment agencies and labianizations.

31



EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Executive Order 11246, as amendaahibits job discriminatioon the basis of race, color,
religion, sex, or national origin, and requires affirmative action to ensure equality of opportunity
in all aspects of employment.

INDIVIDUALS WITH DISABILITIES:

On September 24, 2013,the U.SpDeer t ment of [Fedéra Codteact Compliancee o f
Programs published a Final Rule in #exderal Registethat makes changes to the regulations
implementing Section 503 of the Rehabilitation Act of 1973, as amended (Section 503) at 41 CFR
Part 60741. Section 503 prohibits fecal contractors and subcontractors from discriminating in
employment against individuals with disabilities (IWDs), and requires these employers to take
affirmative action to recruit, hire, promote, and retain these individiiais new rule strengthens

the affirmative action provisions of the regulations to aid contractors in their efforts to recruit and
hire IWDs, and improve job opportunities for individuals with disabilities. The new rule also
makes changes to the nondisdriation provisions of the regations to bring them into

compliance with the ADA Amendments Act of 2008.The new Section 503 regulations became
effective on March 24, 2014. However, contractors with a written affirmative action program
(AAP) already in plae on the effective date haadditional time to come into compliance with

the AAP requirements. This compliance structure seeks to provide contractors the opportunity to
maintain their current AAP cycle.

Highlights of the New Regulations

Utilization goal: The new regulations estadfi a nationwide 7% utilization goal for qualified
IWDs. Contractors apply the goal to each of their job groups, or to their entire workforce if the
contractor has 100 or fewer employees. Contractors must conduct an anrasiartianalysis

and assessmeaf problem areas, and establish specific aetivented programs to address any
identified problems.

Data collection: The new regulations require that contractors document and update annually
several quantitative comparisofor the number of IWDs whapply for jobs and the number of

IWDs they hire. Having this data will assist contractors in measuring the effectiveness of their
outreach and recruitment efforts. The data must be maintained for three years to be used to spot
trends.

Invitation to Self-1dentify: The new regulations require that contractors invite applicants to self
identify as IWDs at both the pifer and posbffer phases of the application process, using
language prescribed by OFCCP. The new regulatisesraquire that contractonsvite their
employees to selflentify as IWDs every five years, using the prescribed language. This language
is posted in the Selfientification Form, below.

Incorporation of the EO Clause: The new regulations require treggecific language be used

when incorporating the equal opportunity clause into a subcontract by reference. The mandated
language, though brief, will alert subcontractors to their responsibilities as Federal contractors.
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Records AccessThe nev regulations clarify that contractors maslow OFCCP to review

documents related to a compliance check or focused review, eitisgearoffs i t e, at OFCC
option. In addition, the new regulations require contractors, upon request, to inform GFCCP

all formats in which it maintains itecords and provide them to OFCCP in whichever of those

formats OFCCRequests.

ADAAA: The new regulations implement changes necessitated by the passage of the ADA
Amendments Act (ADAAA) of 2008 byevising the definition of "disability” and certain
nondscrimination provisions.

COVERED VETERANS AND DISABLED VETERANS:

38 U.S.C. 4212 of the Vietnam Era Veterans Readjustment Assistance Act of 1974, as amended,
prohibits job discrimination and requirafirmative action to employ and advance in

employment qgalified covered veterans.

Covered veterans means any of the following:
1) Disabledveterans;

2) Veterans who served on active duty in the Armed Forces during a war or in a campaign or
expedition for which a campaign badge has lzehorized;

3) Veterans whowhile serving on active duty with the Armed Forces, participatedJinited
States military operation for which an Armed Forces Service Medal (AFSM) was awarded
pursuant to ExecutevOrder 12985and

4) Recently separatecdkterans.

Applicants to and empl@ges of companies with a Federal government contract or subcontract are
protected under the authorities above. Any person who believes a contractor has violated its
nondiscriminatioror affirmative action obligations under Executive Order 11246, as amended,
Section 503 of the Rehabilitation Act or 38 U.S.C. 4212 of the Vietnam Era Veterans
Readjustment Assistance Act should immediately contact:

The Office of Federal ContraGompliance Programs (OFCCP) Employment
Standards Administration, U.S. DepartmenLabor,

200 Constitution Avenue, N.W., Washington, D.C. 20210, (202)%3%8, or an
OFCCP regional or district office, listed in most directories under U.S.
Government, Degrtment of Labor.
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PROGRAMS OR ACTIVITIES RECEIVING
FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX:

In addition to the protection of Title VIl of the Civil Rights Act of 1964, Title VI of the Civil
Rights Act prohibits discnnination on the basis of race, color, or national origin in programs or
activities receiving Fegfal financial assistance. Employment discrimination is covered by Title
VI if the primary objective of the financial assistance is provision of employmewheane
employment discrimination causes or may cause discrimination in providing servicesuaider s
programs. Title IX of the Education Amendments of 1972 prohibits employment discrimination
on the basis of sex in educational programs or activities tbeiveeFederal assistance.

If you believe you have been discriminated against in a prograny ahstitution that receives
Federal assistance, you should contact immediately the Federal agency providing such assistance.

INDIVIDUALS WITH DISABILITIES:

Section 504 of the Rehabilitation Act of 1973 is a national law that protects qualified ind&idual

from discrimination based on their disability. The nondiscrimination requirements of the law

apply to employers and organizations that receive financiatassesfrom any Federal

department or agency, including the U.S. Department of Health and HwenaceS (DHHS).

These organizations and employers include many hospitals, nursing homes, mental health centers
and human service programs.

Section 504 forbidsrganizations and employers from excluding or denying individuals with

disabilities an equal omptunity to receive program benefits and services. It defines the rights of
individuals with disabilities to participate in, and have access to, program bemefiservices.
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TITLE 28
Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirma tive Action

SECTION 28-5.1-1

§ 285.1-1 Declaration of policy.

(a)(1) Equal opportunity and affirmative action toward its achievement gofiey of all units of Rhode Island state
government, including all public and qugmiblic agencies, commissiormards and authorities, and in the
classified, unclassified, and nafassified services of state employment. This policy applies in ak arkare the
state dollar is spent, in employment, public service, grants and financial assistance, and ¢erssatg knd
regulation.

(2) All policies, programs, and activities of state government shall be periodically reviewed and rextsenleto
their fidelity to thispolicy.

(3) Eachdepartment heashall makeareportto the governorandthegeneralassemblynot laterthanSeptembeB0
of each year on the statistical results of the implementation of this chapter and to the state equal opfffor&nity o
provided, that the mandatory provisions of this section do not apply to the legislative branchgolvstaimat.

(b) The provisions of this chapter shall in no way impair any contract or collective bargaining agreement currently in
effect. Any contractor collectivebargainingagreementsnterednto or renewedafter July 6, 1994shallbe subjectto
the provisims of thischapter.

§ 285.1-2 State equal opportunity office.

(a) There shall be a state equal opportunity office. ©ffise, under the direct administrative supervision of the
office of diversity, equity and opportunity, shall report to the governor @tiietgeneral assembly on state equal
opportunity programs. The state equal opportunity office shall be responsiklesfaring compliance with the
requirements of all federal agencies for equal opportunity and shall provide training and technicatassstaay
be requested by any company doing business in Rhode Island and all state departments as iscecepiawith
the intent of thichapter.

(b) Thestateequalopportunityoffice shallissueany guidelinesdirectives,or instructionsthatarenecessarjo
effectuate its responsibilities under this chapter, and is authorized to investigate possible digmmirhioldt
hearings, and direct corrective action to diserimination.

§ 285.1-3 Affirmative action.

(a) The state equal opportunity offishall assign an equal opportunity officer as a liaison to agencta®f
government.

(b) Each state department or agg, excluding the legislative branch of state government, shall annually prepare an
affirmative action plan. These plans shall be prepareccordance with the criteria and deadlines set forth by the
state equal opportunity office. These deadlines ginaillide, without limitation, that affirmative action plansdach
fiscal year be submitted to the state equal opportunity office anldatirse fiscal advisor no later tHdarch

35



31. These plans shall be submitted to and shaubgect to review and approval by the state equal opportunity
office.

(c) Any affirmativeactionplanrequiredunderthis sectiondeemedinsatisfactorpy the stateequalopportunity

office shall be withdrawand amended according to equal opportunity office criteria, in order to attain positive
measures for compliance. The state equal opportunity office shall make every effort by informal conference,
conciliation awl persuasion to achieve compliance withrafitive actiomequirements.

(d) The state equal opportunity office shall effect and promote the efficient transaction of its business and the timely
handling of complaints and other matters before it, and shak medommendations to appropriate state iafsfor
affirmative action steps towards the achievement of expdrtunity.

(e) The stateequalopportunityadministratoishall serveasthe chief executiveofficer of the stateequalopportunity
office, and shlhbe responsible for monitoring amahforcing all equal opportunity laws, programs, and policies
within stategovernment.

() No later than July 1 each state department or agency, excluding the legislative branch of state government, shall
submit to the statequal opportunity office and theuse fiscal advisor sufficient data to enable the state equal
opportunityoffice andthe housefiscal advisorto determinevhetherthe agencyachievedhe hiring goalscontained

in its affirmative action plan for the prieus year. If the hiring goals coimad in the previous year's plan were not

met, the agency shall also submit with the data a detailed explanation as to why the goalsazeieveot.

(g) Standardgor review of affirmative actionplansshallbe establifiedby the stateequalopportunityoffice, except
where superseded by fedelal.

(h) For purposes of this section, "agency" includes, without limitation, all departments, public angulpliasi
agencies, authorities, boards, and commissions of the steliediag the legislatig branch of statgovernment.

(i) The state equal opportunity office shall continually review all policies, procedures, and practices for tendencies to
discriminate and for institutional or systemic barriers for equal opportunityt ahdll make recommentians with
reference to any tendencies or barriers in its annual reports to the governor and thegseratzl.

() Relevant provisions of this section also apply to expanding the pool of applicants for all positions where no list
exists. The equabpportunity administrator is authorized to develop and implement recruitment plans to assure that
adequate consideration is given to qualified minority applicants in those job categories where aimbaifeste

exists, excluding thoseljocategories ithe legislative branch of stagevernment.

§ 285.1-3.1 Appointments to state boards, commissions, public authorities, and qugsiblic
corporations.

(a) The general assembly finds that, as a matter of public policy, the effectiveness appeicied statboard,
commission, and the governing body of each public authority and-gubkc corporation is enhanced when it
reflectsthediversity,includingtheracialandgendercomposition of Rhodelsland'spopulation.Consequentlyeach

persa responsible foappointing one or more individuals to serve on any board or commission or to the governing
body of any public authority or board shall endeavor to ensure that, to the fullest extent possible, the composition of
the board, commission, obgerning body rééects the diversity of Rhode Islang'spulation.

(b) During the month of Januaig each year the boards, agencies, commissions, or authorities are requested to file
with the stateequalopportunityoffice alist of its membersdesignatingheirrace,gender, andliateof appointment.

(c) Of thecandidatesonsideredor appointmenby thegovernorandthe generabssemblythe governoandthe
general assembly shall give due consideration to recommendations made by representativedsiéirtmde
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minority communitybased organizations. The human resources outreach and diversity office shall act as the liaison
with state government and shall forward the recommendations to appointing authorities.

(d) The appointing authority, inonsultation withthe equal employment opportunity administrator and the human
resources outreach and diversity administrator within the department of administration, shall annually conduct a
utilization analysis of appointments to state boards, commisspuiblic authories and quaspublic corporations
based upon the annual review conducted pursuant teb8128

(e) The equal employment opportunity administrator shall report the results of the analysis to the Rhode Island
commissiorfor humanrights ando thegeneralasemblyby or on Januaryd1 and July31 ofeach yeargonsistent

with § 285.1-17. The report shall be a public record and shall be made available electronically on the secretary of
state'savebsite.

§ 285.1-3.2 Enforcement.

(a) Thestate equal opportunity adnistrator is authorized to initiate complaints against any agencies, administrators,
or employees of any department or division within state government, excluding the legislative branch, who or which
willfully fail to comply with the requirements of any @ljirable affirmative action plan or of this chapter or who or

which fail to meet the standards of good faith effort, reasonable basis, or reasonable action, as defined in guidelines
promulgated by the federal Equal Employmepp@rtunity Commission as sfetrth in 29 CFRL607.

(b) Whenevetthe equalemploymenbpportunityadministratoiinitiatesa complaint,he or sheshallcauseo beissued
and served in the name of the equal employment opportunity office a written notateetogith a copy of the
complait, requiring that the agency, administrator, agent, or employee reapdagpear at a hearing at a time and
place specified in the notice. The equal employment opportunity office shall follow its lawfully adopted dules an
regulations concerning hearigf discriminatiorcomplaints.

(c) The equal employment opportunity office shall have the power, after a hearing, to issue an order requiring a
respondent to a complaint to cease and desist from any unlawful discriminatiygoaad/or to take any

affirmative action, including, but not limited to, hiring, reinstatement, transfer, or upgrading employees, with or
withoutbackpay,or dismissalthatmaybe necessaryo securecompliancewith anyapplicableaffirmative action

plan or with state or federal law

(d) A final order of the equal employment opportunity office constitutes an "order" within the meaning-868 42
1(j); is enforceable as an order; is to be rendered in accordance witB58142 and is subject to judiciagviewin
accordance with 82-35-15.

§ 285.1-4 Employment policies for state employees.

(a) Each appointing authority shall review the recruitment, appointment, assignment, upgrading, and promotion
policies and activities for state employees without retm@ardce, color, religion, sexesual orientation, gender

identityor expression, age, national origin, or disability. All appointing authorities shall hire and promote employees
without discrimination.

(b) Special attention shall be given to the paritglaisses of employees doing simiaork and the trainingf
supervisory personnel in equal opportunity/affirmative action principleprarueédures.

(c) Annually, eachappointingauthorityshallincludein its budgetpresentatiomny necessarprogramsgoalsand
objectives that shall improwbe equal opportunity aspects of their department's employukeies.

(d) Eachappointingauthorityshall makea monthlyreportto the stateequalopportunityoffice on personsired,
disciplined, terminatedgromoted, transferred, and vacancies occuniitgin theirdepartment.

§ 285.1-5 Personnel administration.

(a)(2) The office of personnel administration of the department of administration, in consultation with the office of
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diversity, eqity and opportunity, shall prepare a comprehensive planatidg the appropriate steps necessary to

maintain and secure the ecaglportunity responsibility and commitment of that division. The plan shall set forth
attainable goals and target dates bagsah a utilization study for achievement of the goalsetiogr with operational
assignment for each element of the plan to assure measurable progress.

(2) The office of personnel administratishall:

(i) Take positive steps to ensure that the entire exaramatid testing process, including the developmeobof
specifications and employment qualifications, is free from either conscious or inadverteahbias,

(i) Reviewall recruitmentproceduresor all stateagenciesoveredby this chapterfor compliancewith federaland
state law, and bring to the attention of #gqual opportunity administrator matters of concern jarisliction.

(3) Thedivision of budgetshallindicatein theannualpersonnesupplemenprogressnadetowardtheachievement
of equatemploymengoals.

(4) The division of purchases shall cooperat@dministering the state contradmpliancerograms.
(5) The division of statewide planning shall cooperate in ensuring compliance from all recipients offiehdsal

(b) The office of labor relations shall propose in negotiations the inclusion of affierettion language suitable to
the need for attaining and maintaining a divevsekforce.

(c) There is created a simember (6) committee that shall monitor negotiations walitollective bargaining units

within state government specifically for ecuogdportunity and affirmativeaction interests. The members of that
committeeshallincludethedirectorof the Rhodelslandcommissiorfor humanrights,the associatelirectorof the

office of diversity, equity and opportunity, the equal opportunity admingtrthe personnel administrator, one

member of the house of representatives appointed by the speaker, and one member of the senate appointed by the
president ofe senate.

§ 285.1-6 Commission for human rights.

The Rhode Island commission for humaghts shall exercise its enforcement powers as defined in chapter 5 of this

title and in this chapter, and shall have the full cooperation of allagatecies. Wherever necessary, the commission
shall, at its own initiative or upon a complaint, bring ¢fearof discrimination against those agencies and their

personnel who fail to comply with the applicable state laws and this chapter. This commussibasathe power to

order discontinuance of any departmental or division employment pattern or praeiivedidiscriminatory in intent

by the commission, after a hearing on the record, and may seek court enforcement of such an order. The commission
shallutilize the state equal opportunity office as its liaison with state government. The Rhode Island moniariss

human rights is authorized to make any rules and regulations that it deems necessary to carry out its responsibilities
under this chapter, arid establish any sanctions that may be appropriate within the rules and regulations of the state.

8 285.1-7 State services and facilities.

(a) Every state agency shall render service to the citizens of this state without discrimination based¢alorace,
religion, sex, sexual orientation, gender identity or expression, age, national origin, or disab#itytéNfacility
shall be used in furtherance of any discriminatory practice nor shall any state agency become a party to any
agreement, arrangement,man which has the effect of sanctioning those patterpsagtices.
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(b) At the request of the state eqoalportunity office, each appointing authority shall critically analyze all of its
operations to ascertain possible instances of noncangdiwith this policy and shall initiate sustained,
comprehensive programs based on the guidelines of the stat@ppaelnity office to remedy alefects found to
exist.

§ 285.1-8 Education, training, and apprenticeship programs.

(a) All educational prgrams and activities of state agencies, or in which state agencies participate, shall be open to
all qualified personswithoutregardto race,color, religion, sex,sexualorientation,gendelidentity or expressionage,
national origin, odisability. The programs shall be conducted to encourage the fullest development of the interests,
aptitudes, skills, and capacitiesall participants.

(b) Thosestateagenciesesponsibldor educationaprogramsandactivitiesshalltakepositivestepgo insurethatall
programs are free from either conscious or inadvertent bias, and shall make quarterly reports tcetiigastate
opportunity office with regard to the number of persons being served and to the extent to which the goals of the
chapter are &ding met by the@rograms.

(c) Expansion of training opportunities shall also be encouraged with a view toward involving larger nimbers o
participants from those segments of the labor force where the need for upgrading levels ofrskiiégt.

§ 285.1-9 State employment services.

(a) All state agencies, including educational institutions, which provide employment referral or placewiees e
public or private employees, shall accept job orders, refer for employment, test, classify, coutra@ antly on a
nondiscriminatory basis. They shall refuse to fill any job order which has the effect of excluding anylEzanss
of race color, religion, sex, sexual orientation, gender identity or expression, age, national odigability.

(b) Theagencies shadvisethecommissiorfor humanrightspromptly of anyemployersemploymentgenciesor
unions suspected of practicing aniful discrimination.

(c) Theagencieshallassisemployersandunions seekingp broadertheir recruitmentprogramso includequalified
applicants from minoritgroups.

(d) The department of labor and training, the governor's commission on disabilitiadyteery commission on
women, and the Rhode Island economic development corporation shalltfiidhy their knowledge of the labor
market and economic conditions of the state, and their contacts with job applicants, employers, and unions, to
promote equaemployment opportunities, and shall require and assist all persons within their jurisdictioitiate
actions which remedy any situations or programs which have a negative impact on protected clastes stiten

8§ 285.1-10 State contracts.

The division of purchases shall prepare any rules, regulations, and compliance reports that shall require of state
contractors the same commitment to equal opportunity as prevails under federal contracts controlled by federal
executive orders 11246, 116agd 11375. Affirmative action plans prepared pursuant to those rules and regulations
shall be reviewed by the state equal opportunity office. The state equal opportunity office shall prepare a
comprehensive plan to provide compliance reviews for stateamst A contractor's failure to abide by the rules,
regulations, contract terms, and compliance reporting provisions as established shall be ground for forfeitures and
penalties as established by the department of administration in consultation wititéteisal opportunity office.

§ 285.1-11 Law enforcement.
The attorney general, the department of corrections, and the Rhode Island justice commission shall stress to state

and local law enforcement officials the necessityfondiscrimination in theontrol of criminal behavior. These
agencies shall develop and publish formal procedures for the investigation of citizen complaints of alleged abuses of
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authority by individual peace officers. Employment in all state enforcement and correctional ages and
institutions shall be subject to the same affirmative action standards applied under this chapter to every state unit of
government, in addition to applicable federal requirements.

§ 285.1-12 Health care.

The state equal opportunity office shaview the equal opportunity activity of all private health care facilities

licensed or chartered by the state, including hospitals, nursing homes, convalescent homes, rest homes, and clinics.
These state licensed ohnartered facilities shall be requiréo comply with the state policy of equal opportunity and
nondiscrimination in patient admissions, employment, and health care service. The compliance shall be a condition of
continued participation in any state pragr, or in any educational program lsed or accredited by the state, or of
eligibility to receive any form of assistance.

8§ 285.1-13 Private education institutions.

The state equal opportunity office shall review all private educational institutt@mséd or chartered by the state,

including professional, business, and vocational training schools. These state licensed or chartered institutions shall at
the request of the board of regents of elementary and secondary education be required to shaweceanith the

state policy of nondi@imination and affirmative action in their student admissions, employment, and other practices

as a condition of continued participation in any state program or of eligibility to receive any form of state assistance.

§ 285.1-14 State licensing and reguatory agencies.

State agencies shall not discriminate by considering race, color, religion, sex, sexual orientation, gender, identity or
expression, age, national origin, or disability in granting, denying, or rey@kiitense or charter, nor shall any

person, corporation, or business firm which is licensed or chartered by the state unlawfully discriminate against or
segregate any person on these grounds. All businesses licensed or chartered by the state shatl aperat
nondiscriminatory basis, accang to equal employment treatment and access to their services to all persons, except
unless otherwise exempted by the laws of the state. Any licensee, charter holder, or retail sales permit holder who
fails to complywith this policy is subjectto anydisciplinary actionthatis consistent wittthelegalauthorityandrules

and regulations of the appropriate licensing or regulatory agency. State agencies which have the authority to grant,
deny, or revoke licenses oraters will cooperate with the statgual opportunity office to prevent any person,
corporation, or business firm from discriminating because of race, color, religion, sex, sexual orientation, gender,
identity or expression, age, national origin, or diigtor from participating in any pictice which may have a

disparate effect on any protected class within the population. The state equal opportunity office shall monitor the
equal employment opportunity activities and affirmative action plans of dllsgenizations.

8 285.1-15 State fhancial assistance.

State agencies disbursing financial assistance, including, but not limited to, loans and grants, shall require recipient
organizations and agencies to undertake affirmative action programs desigtietnate patterns and practicds o
discrimination. At the request of the state equal opportunity office, state agencies disbursing assistance shall develop,
in conjunction with the state equal opportunity office, regulations and procedures necegsptgment the goals of
nondiscriminéion and affirmative action and shall be reviewed for compliance according to state policy.

§ 285.1-16 Prior executive ordersi Effect.

All executive orders shall, to the extent that they arenmaminsistent with this chapter, remain in full force afigct.

§ 285.1-17 Utilization analysis.

(a)(1) The personnel administrator, in consultation with the equal employment opportunity administrator, and the
human resources outreach alidersity administrator within the department of administrationl| simaually conduct
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a utilization analysis of positions within state government based upon the annual review conducted pursuant to §§ 28
5.1-3 and 285.1-4.

(2) To the extenthte analysis determines that minorities as currently defined in federal empldgmers Blacks,
Hispanics, American Indians (including Alaskan natives), Asians (including Pacific Islanders), are being
underrepresented and/or underutilized, the persowinghéstrator shall, through the director of administration, direct
the head of tb department where the undepresentation and/or undetilization exists to establish precise goals
and timetables and assist in the correction of each deficiency, tetém permitted by law and by collective
bargainingagreements.

(3) The initial anaysis shall be directed toward service oriented departments of the state, state poliaadlabor
training, corrections, children, youth and families, courts, transportatid@marservices.

(4) The equal employment opportunity administrator shall be dttsin the selection process for all positions
certifiedasunderrepresenteghd/orunderutilizedandshallreporttheresultsof progressowardgoalsto thegovernor
andto thegeneralassemblby January31 and July31 of eachyear.A copyof thesereaults which shallbereferredto
theRhodelslandcommissiorfor humanrightswhich mayi,in its discretioninvestigatevhethera violation of chapter
285 hasoccurred. The results shall be a public record and shall be made available electronicallyecnetiagy of
state'svebsite.

(b)(1) In the event of a reduction in force, the personnel administrator, in consultation with the equal employment
opportunityadministrator and director of the department(s) where the reduction is proposed, shall dplasidp a
ensure that affirmation action gains are preserved to the extent permitted by law and by collective bargaining
agreements. A copy of this plan shallreéerred to the Rhode Island commission for human rights which may, in its
discretion, investiga whether a violation of chapter-Bghas occurred. The plan shall be a public record and shall be
made available electronically on the secretary of statlisite.

(2) The equal employment opportunity administrator shall report the results of the plahsiasdbsequent actions

to thegovernorandto thegeneralassemblyby JanuanB1 andJuly 31 of eachyear,to theRhodelslandcommission

for humanrights. The report shall be a public record and shall be made available electronically on the sécretary o
state's website. Consistent with 828-6, the Rhode Island commission for human rights shall have the power to
order discontinuance of any depagmh or division employment pattern or practice deemed discriminatory in intent
or result by theommissim.

(3) The equal opportunity administrator shall notify the commission of reports and results uncleaptés.
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TITLE 28
Labor and Labor Relations

CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-41.1

§ 285-41.1 Right to fair employment practices Gender identity or expression.i Whenever in this chapter
there appears the terms "race or color, religion, sex, disabilitycagetry of ancestral origin, or sexual orientation"
there shall be inserted immediately thereafter the words "gender idergitprassion.”
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STATE EXECUTIVE ORDERS

EXECUTIVE ORDER 13-05
Promotes Diversity, Equal Opportunity akiihority Business Enterprises in Rhode Island

EXECUTIVE ORDER 05-02
Establishes the Human Resources Outreach and Diversity Office and their repessibi

EXECUTIVE ORDER 0501
Promotes Equal Opportunity and the Prevention of Sexual HarassmerteiG8t@rnment

EXECUTIVE ORDER 94-22
Promotes Minority Business Enterprises in Rhode Island State Government.

EXECUTIVE ORDER 931
Equal Opportunityand Affirmative Action Policy for units in State Government.

EXECUTIVE ORDER 92-2
Compliance withPAmericans with Disabilities Act.

EXECUTIVE ORDER 86-10
Establishes the Refuge Policy for the State.

EXECUTIVE ORDER 85-16
Designates the State 504 caoator to create policies, practices and programs regarding
accessibility of State buildings and pesties to disabled persons.
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Lincoln D. Chafee

Governor EXECUTIVE ORDER
13-05
May 9, 2013

PROMOTION OF DIVERSITY, EQUAL OPPORTUNITY AND
MINORITY BUSINESS ENTERPRISES IN RHODE ISLAND

WHEREAS, Rhode Island was founded on the principles of tolerance and diversity;
and

WHEREAS, for generations, minority populations have enriched the fabric of our
State, strengthened our economy, and made Rhode Island a better place to live; and

WHEREAS, it is vitally important for the State to acknowledge the changing
demographics of our population and actively recruit minority talent to the workforce; and

WHEREAS, it is a priority of the Chafee Administration to reflect these changing
demographics through substantial minority employment in State government and
increased opportunities for minority business enterprises to participate in State
procurement and construction projects; and

WHEREAS, by drawing from the entire pool of human resources and talent, and by
creating a culture that values diversity and inclusion, we strengthen our collective
performance as a State workforce and thereby improve the State’s ability to serve the
people of Rhode Island; and

WHEREAS, over the past 30 years, Rhode Island’s population has increased from
seven percent (7%) to twenty-four percent (24%) people of color. In addition, in just the
last decade, Rhode Island’s Latino population grew forty-four percent (44%), adding
almost 40,000 residents. The Asian-American and African-American populations also grew
by twenty-eight percent (28%) and twenty-three percent (23%), respectively, over the
same time period; and
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